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The  Legislative  Audit  Committee 
of  the  Montana  State  Legislature: 

This  is  our  preliminary  performance  audit  survey  of  the  Personnel 
Division  of  the  Department  of  Administration.  The  purpose  of  this 
survey  is  to  analyze  the  Personnel  Division's  activities  to  determine  if 
performance  audit  work  is  feasible. 

As  a  result  of  the  preliminary  survey,  further  performance  audit 
work  appears  feasible  for  selected  portions  of  the  Personnel  Division 
functions.  Further  audit  work  could  be  done  as  performance  audit 
priorities  allow. 

We  wish  to  express  our  appreciation  to  the  director  and  staff  of 
the  department  for  their  cooperation  and  assistance. 


Respectfully  submiusd. 


Scott  A.  Seacal 
Legislative  Auditor 
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HMTP,r>niJCnON 

The  following  is  a  preliminary  performance  audit  survey  report  of 
the  Personnel  Division  of  the  Department  of  Administration.  The 
purpose  of  the  survey  was  to  identify  division  programs,  determine 
program  intent,  and  briefly  examine  program  results  as  they  relate  to 
division  operations.  Audit  work  was  done  to  determine  if  performance 
audit  work  is  necessary  and/or  feasible  in  any  of  the  program  areas. 
Feasibility  is  partially  determined  by  whether  sufficient  information 
exists  to  perform  an  audit  and  whether  audit  work  would  result  in 
recommendations  which  could  be  implemented. 

The     preliminary     survey     addressed     three     bureaus     within     the 

division: 

-Labor  Relations  and  Employee  Benefits  Bureau; 
--Classification  Bureau;  and, 
—Employee  Relations  Bureau. 

We      did      not      review      the      Personnel/Payroll/Position      Control 
3  automated    system    which    is    primarily    the    responsibility    of    the    State 

Auditor's  Office. 

AS  part  of  our  audit  survey  work,  we  contacted  six  surrounding 
states  to  identify  how  their  personnel  activities  are  structured  and 
operated  in  comparison  to  Montana.  In  addition,  we  developed  and 
sent  out  a  questionnaire  to  state  agencies  in  Montana  to  obtain  their 
opinion  of  the  role  and  activities  of  the  Personnel  Division.  In 
comparing  Montana  with  other  states'  personnel  functions,  we  did  not 
identify  any  problem  areas  or  significant  structural  differences.  The 
questionnaire  responses  also  generally  indicated  an  overall  satisfaction 
with  activities  and  policies  of  the  division. 
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OVERVIEW 

The  survey  of  the  State  Personnel  Division  revealed  areas  for 
potential  audit  in  each  of  the  division's  three  bureaus.  However,  we 
did  not  find  areas  reflecting  enough  significant  audit  concern  to 
warrant  an  immediate  performance  audit  in  relation  to  other  current 
audit  priorities.  Further  audit  work  could  be  done  at  a  later  date. 
The  following  is  a  summary  of  these  potential  audit  areas. 

POTENTIAL  AREAS  FOR  AUDIT 

1.  Pav  Plan  Program  Exceptions.  The  Personnel  Division  has 
the  authority  to  grant  exceptions  to  established  pay  plan 
rules.  The  potential  audit  area  involves  the  division's  and 
state  agencies'  procedures  for  submittal  and  review  of  these 
exceptions. 

2.  Classification  System.  A  1982  study  commission  recom- 
mended the  Personnel  Division  initiate  a  more  quantitative 
method  of  job  classification  to  overcome  complaints  about 
the  current  system's  methodologies.  A  new  classification 
system  has  yet  to  be  implemented.  The  potential  audit  area 
involves  determining  if  concerns  of  the  1982  study  have 
been  corrected  in  either  the  current  or  the  proposed  system. 

3.  Professional  Development  Center  (PDC)  and  state  aeencv 
training  expenditures.  The  PDC  currently  provides  a  wide 
variety  of  training  to  state  agencies,  other  governmental 
agencies,  and  private  sector  businesses.  Although  there  is  a 
centralized  training  function  within  state  government,  state 
agencies  are  not  always  utilizing  PDC  training  services.  The 
potential  audit  area  includes  determining  how  state  agencies 
obtain  and  justify  training  services  in  comparison  to 
procedures  utilized  by  the  PDC. 
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The  functions  of  the  Department  of  Administration's  Personnel 
Division  are  provided  for  in  section  2-18-102,  MCA.  The  Personnel 
Division  is  to  provide  state  agencies  with  a  comprehensive  program  of 
personnel  administration.  Division  staff  develop,  publish,  and  monitor 
administrative  rules  and  policies  for  a  wide  range  of  personnel  matters 
including  the  following  areas: 
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--  position  classification; 
--  collective  bargaining; 

—  group  benefit  plans; 
--  compensation  plan; 

--  deferred  compensation; 
--  training; 

--  employee  incentive  awards; 
--  sick  leave  fund;  and, 

—  equal  employment  opportunity  and  affirmative  action. 

PRnr.RAM  APMTNTSTRATION 

There  are  37  authorized  FTE  in  the  division.     The  following  chart 
provides  an  illustration  of  the  current  organization  of  the  division. 
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Source:    Compiled  by  Office  of  the  Legislative  Auditor 

Illustration  1 


PROGRAM  FUNDING 

The  Personnel  Division  operations  are  funded  by  a  combination  of 
general  and  proprietary  funds.  The  following  illustration  shows  actual 
expenditures  of  the  Personnel  Division  for  fiscal  year  1986-87  and 
appropriated  amounts  for  the  1989  biennium. 


PERSONNEL  DIVISION  BUDGET 


Actual 

Appropi 

•iated 

FY  1986-87 

FY  1987-88 

FY  1988-89 

Personal  Services 

$1,023,923 

$1,011,018 

$1,010,139 

Operating 

236,500 

305.618 

307,989 

Equipment 

16,718 

741 

200 

Transfers* 

51.613 

34.572 

34.544 

Total 

$1,308,754 

$1,351,949 

$1,352,872 

General  Fund 

932,761 

937.855 

940,614 

Proprietary  F\ind 

375.993 

414.094 

412.258 

Total 

$1,308,754 

$1,351,949 

$1,352,872 

^Transfers  from  the  General  Fund  to  the  Intergoveminental  Training 
Proprietary  Fund. 

Source:   Contpiled  by  Office  of  the  Legislative  Auditor 

Illustration  2 


p|:p<^nN^JFI.  riYI^PN  nPFRATIONS 

The  following  sections  describe  each  bureau's  operations  and  our 
opinion  of  the  feasibility  and  need  for  a  performance  audit  of  those 
operations. 

r  AROR  RFIATT^M^  ANn  FMPT  OYTF  BF,NEFrCS-BII&£All 

The  Labor  Relations  and  Employee  Benefits  Bureau  is  composed  of 
three  different  functions.  The  functions  include:  labor  relations, 
administration  of  state  employee  group  benefit  programs,  and  deferred 
compensation  and  pay  plan  administration. 

1  nhnr  Rplgtinns/C^'l^yyv  Bargaining 

The     labor     relations     function:     (1)     provides     a    single     executive 
branch    contact    for    all    labor    relations    matters;    and    (2)    a    centralized 
labor   relations  service   within   the  executive   branch   to  ensure  efficiency 
in    the    collective    bargaining    process    and    uniformity    in    all   contractual 
J  labor    matters.      It   is    the    responsibility   of   the   bureau    to   negotiate   all 

executive  branch  collective  bargaining  agreements  (except  the 
university  system),  and  represent  the  state  in  mediation,  grievance 
arbitration,    unit    clarification/determinations,    and    unfair    labor    practice 

charges  and  hearings. 

Executive  Order  No.  12-81  specifically  establishes  the  collective 
bargaining  procedure  for  the  executive  branch.  Included  in  the 
executive  order  is  authorization  for  the  Collective  Bargaining  Policy 
Task  Force,  which  is  a  policy-making  body  consisting  of  five  executive 
branch  department  heads.  The  Governor  designated  the  Bureau  Chief 
of  the  Labor  Relations  and  Employee  Benefits  Bureau  as  the  chief 
negotiator  to  represent  the  state  of  Montana  in  collective  bargaining 
with  representatives  of  duly  certified  collective  bargaining  units. 

The  Governor's  executive  order  also  requires  the  chief  negotiator 
to  schedule  negotiations  under  the  Collective  Bargaining  for  Public 
Employees  Act  so  complete  negotiations  can  be  concluded  prior  to 
preparation   of   the   executive   budget.      Any   negotiated   wage   settlements 
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are  to  be  included  as  a  part  of  the  executive  budget  submitted  to  the 
Legislature.  As  the  Governor's  designated  representative  in  dealings 
with  the  state's  73  collective  bargaining  units,  the  bureau  chief  must 
meet  and  negotiate  with  each  of  the  units  on  economic  portions  of  the 
two-year  collective  bargaining  agreements  between  September  and 
December  of  each  even-numbered  year. 

The  state's  position  in  the  collective  bargaining  process  is 
determined  by  the  decisions  of  the  Collective  Bargaining  Policy  Task 
Force  for  the  economic  issues  and  by  input  from  agency  officials  for 
the      non-economic     portions     of     the      contracts.  Interviews     and 

observation  of  a  collective  bargaining  session  indicated  there  are  no 
set  procedures  followed  during  a  session.  The  number  and  length  of 
the  sessions  is  dictated  by  the  complexity  of  the  issues  that  must  be 
settled  and  by  the  availability  of  the  negotiators  from  both  sides. 

Conclusion 

A  performance  audit  of  the  collective  bargaining  process  is  not 
warranted.  The  issues  involved  in  collective  bargaining  procedures  are 
policy-type  issues  and  could  not  be  addressed  by  performance  audit 
work. 

Employee  Benefits  Administration 

State  employee  benefits  include  health  and  dental  insurance,  life 
insurance,  a  program  for  deferred  compensation,  and  an  employee 
incentive  award  program.  In  1983  the  state's  group  health  and  dental 
insurance  programs  became  self-insured.  The  state  has  contracted 
with  an  insurance  consultant  to  aid  in  program  administration  and  with 
a  private  firm  to  process  health  insurance  claims.  Eligibility  decisions 
and  final  decisions  on  claim  appeals  are  made  by  division  staff. 
Benefits  offered,  the  amount  of  deductible,  and  claims  administrator 
and  insurance  consultant  selection  are  decided  upon  by  the  department 
director  with  recommendations  by  the  division  and  a  Group  Benefits 
Advisory  Council.  The  advisory  council  is  made  up  of  selected 
representatives     from     state     government,     state     employee     and     labor 
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organizations,  a  retired  state  employee,  and  one  member  (for  the 
Deferred  Compensation  Program  only)  from  the  University  System. 

The  life  insurance  benefits  are  underwritten  by  a  contracted 
insurance  company  while  claims  are  processed  by  bureau  personnel. 
The  state's  insurance  consultant  and  the  Group  Benefits  Advisory 
Council  also  monitor  the  performance  and  administration  of  the  life 
insurance  program  benefit. 

The  Deferred  Compensation  Program  (DCP)  is  a  plan  to  allow 
employees  to  defer  a  portion  of  their  taxable  compensation  to  a  future 
time.  The  Department  of  Administration  contracts  with  two  firms  to 
help  with  administration.  One  firm  markets  the  program  to  state 
employees;  the  other  invests  the  deferrals  through  different  investment 
options.  Bureau  personnel  monitor  the  transfer  of  funds  to  the 
investment  firm,  review  enrollment  and  withdrawal  requests  and 
approve  financial  hardship  withdrawals  of  funds.  The  bureau  also 
provides  staff  support  to  the  Group  Benefits  Advisory  Council  which 
reviews  policy  recommendations  and  contract  changes  for  the  DCP. 

The  Employee  Incentive  Award  Program  was  statutorily  developed 
to  recognize  and  monetarily  reward  state  employees  for  suggestions  or 
inventions  that  contribute  to  the  efficiency,  economy,  or  other 
improvement  of  state  government.  Bureau  personnel  administer  the 
program  by  monitoring  the  suggestions  received,  having  suggestions 
reviewed  by  appropriate  agencies,  coordinating  the  awards  ceremony, 
and  staffing  the  Incentive  Awards  Advisory  Council.  The  council 
reviews  the  suggestions  and  recommends  granting  or  rejecting  an 
award  after  agency  review.  The  size  of  incentive  awards  are  set  at 
10%  of  the  suggestion's  first-year  estimated  savings  or  improved 
services  up  to  $3,000  for  each  suggestion.  Since  the  program's 
inception  in  1982,  there  has  been  $12,234  awarded  to  52  employees. 

Conclusion 

Our  audit  survey  work  on  the  employee  benefits  administration 
portion  of  the  Labor  Relations  and  Employee  Benefits  Bureau  indicated 
only  one  area  which  could  warrant  further  audit  work.  We  noted 
there    is    no    follow-up    for   the    Employee    Incentive   Award    program   on 
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the  estimated  versus  actual  savings  achieved  from  employee 
suggestions.  However,  we  concluded  further  audit  work  in  this  area 
would  not  b«  cost  effective. 

Pay  Plan  Program  Administration 

The  Department  of  Administration  is  mandated  by  statute  to 
administer  the  pay  program  for  classified  state  employees.  The  statute 
(section  2-18-301  (3),  MCA)  requires  the  pay  program  to  be  established 
(when  fiscally  able)  on  the  basis  of  merit,  internal  equity,  and 
competitiveness  to  external  labor  markets.  Administrative  rules  are 
written  and  interpreted  for  the  administration  of  the  state's  pay 
matrices  and  include  such  areas  as  calculating  longevity,  transfers, 
promotions,  demotions,  appeals,  and  exceptions.  In  addition,  the 
bureau  prepares  a  biennial  salary  survey  to  determine  the 
competitiveness  of  state  salaries  with  external  labor  markets.  The 
survey  is  utilized  in  the  collective  bargaining  process. 

The  bureau  addresses  pay  problems  associated  with  difficult 
recruitment,  retention,  or  transfer  of  state  employees  for  exceptional 
circumstances.  Administrative  rules  provide  agencies  direction  for 
requesting  exceptions  to  the  established  pay  plan.  Bureau  personnel 
conduct  preliminary  reviews  of  requests  and  department  officials 
approve  or  deny  them  with  the  goal  of  maintaining  integrity  and 
equity  in  the  pay  system. 

Audit  Potential 

The  process  for  reviewing  and  granting  pay  plan  exceptions  is 
feasible  for  audit.  Both  the  Personnel  Division  and  the  agencies 
requesting  the  exceptions  must  follow  specific  procedures  to  obtain  the 
exceptions.  Based  on  information  obtained  from  division  personnel,  we 
noted  few  pay  exception  requests  are  denied.  For  the  first  half  of 
calender  year  1987,  57  requests  were  approved  and  only  one  was 
denied.  A  performance  audit  of  this  area  could  include  an  examination 
of  the  procedures  for  reviewing  requests  for  pay  plan  exceptions  and 
agency  documentation  supporting  the  exception  requests. 
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rr  A5«;TFTrATTnN  RTJREAU 

In  1973.  the  Montana  Legislature  directed  the  Department  of 
Administration  to  develop  a  statewide  classification  system.  It  was  the 
intent  of  the  legislature  to  establish  a  uniform  system  to  compensate 
employees.  Section  2-18-202,  MCA.  provides  guidelines  for  the 
classification  system.  Based  on  the  guidelines,  the  classification  plan 
was  implemented  in  1975  for  all  executive  branch  agencies  and  for 
non-contract  employees  within  the  University  System. 

The  current  system  uses  one  of  several  approaches  in  evaluating 
jobs  and  is  commonly  referred  to  as  the  "classification"  approach. 
This  approach  is  characterized  by  the  use  of  "classes".  Positions  are 
grouped  into  classes  based  upon  simUarity  of  duUes  and 
responsibilities.  These  classes  are  then  placed  in  a  hierarchy  based 
upon  an  evaluative  process.  The  job  evaluation  method  used  is  caUed 
the  factor-comparison  meUiod  and  it  employs  five  major  factors  that 
are  used  to  evaluate  jobs.    The  factors  are: 

1.  nature  of  work; 

2.  supervision  received; 

3.  management  and  supervision  of  others; 

4.  personal  contacts;  and, 

5.  scope  and  effect  of  actions  and  decisions. 

The    factor-comparison    method    compares    jobs    by    making    judgments 
concerning   which  jobs  contain   more   of  these   compensable   factors   than 

others. 

Section  2-18-203,  MCA.  provides  that  employees  and  employee 
organizations  will  be  given  the  opportunity  to  appeal  the  allocation  or 
reallocation  of  a  position  to  a  class.  The  appeal  process  as  described 
in  the  Administrative  Rules  consists  of  a  four  step  procedure  which 
progresses  from  review  at  the  supervisor  level  (step  1)  to  a  fuU 
hearing  before  the  Board  of  Personnel  Appeals  (step  4). 


The    Classification    Bureau    is    responsible    for    the    operation    and 
maintenance     of    the     classification     plan     which     covers     about     13,500  > 

positions.  The     bureau     adopts     rules,     utilizes     a     job     evaluation 

methodology,  and  maintains  an  inventory  of  classifications  and  class 
specifications.  The  primary  activity  of  the  bureau  is  to  determine  the 
appropriate  class  for  each  position  and  to  determine  an  appropriate 
pay  grade  for  each  class.  There  are  about  ISOO  classes  in  the 
statewide  plan.  Positions  and  classes  for  review  are  selected  based 
upon  both  agency  requests  and  bureau-initiated  decisions.  Division 
documents  indicate  approximately  2000  positions  and  25  classes  are 
reviewed  annually.  The  bureau  also  has  the  ability  to  delegate  to 
state  agencies  classification  authority  for  the  individual  agency.  The 
decision  to  delegate  is  based  on  the  number  of  classifications 
occurring  at  the  agency  and  availability  of  appropriate  personnel  to  do 
the  classifications. 

Audit  Potential 

A  1982  Personnel  and  Labor  Relations  Study  Commission  noted  in 
its  report  that  the  classification  system  has  been  the  subject  of 
numerous  concerns  since  its  inception  in  1975.  Originally,  the 
concerns  were  about  the  large  number  of  classification  appeals  and 
then  later  with  the  subjective  nature  of  the  methods  used  to  classify 
positions.  The  commission's  primary  recommendation  was  to  maintain 
the  existing  system  and  proceed  with  planned  efforts  to  enhance  it  by 
introducing  quantitative  methods  where  practical.  Division  officials 
are  attempting  to  implement  a  proposed  quantitative  method  of 
classification.  It  is  not  certain  whether  the  new  classification  system 
will  be  implemented.  As  a  result,  this  affects  the  feasibility  of  doing 
an  audit  of  the  existing  system. 

Although  our  audit  survey  work  did  not  note  any  particular 
problem  areas  in  the  Classification  Bureau,  many  of  the  concerns  about 
the  classification  system  noted  in  the  1982  study  could  be  examined 
from  an  audit  standpoint.  Some  of  the  concerns  include:  imprecise 
class       specifications;       insufficient       documenutlon       of      classification 
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methodology;    and    inadequate    use    of    the    incumbent's    and    supervisor's 
job  knowledge  when  doing  classifications. 

fMfT r^VT^E  Rfl^-pONS  RITREAU 

The    Employee    Relations    Bureau    is    composed    of    three    primary 
secUons:  Personnel      Policies      and      Practices;      Equal      Employment 

Opportunity;  and.  the  Professional  Development  Center.  Each  section 
has  specific  duties  and  responsibiliues  relative  to  the  provision  of 
services  for  state  agencies  and  their  employees. 

PftPionnel  Policies  and  ppctices  Section 

This  section  is  responsible  for  development  and  implementation  of 
statewide  personnel  policies.  These  policies  are  incorporated  in  the 
Administrative  Rules  of  Montana  and  are  published  in  the  Montana 
Operations  Manual.  The  section  provides  assistance  to  agencies  in 
applying  the  poUcies  and  in  other  personnel  and  employment  matters. 

New  and  updated  rules  are  researched,  reviewed,  and  approved 
with  the  aid  of  the  state  agencies'  personnel  officers  who  are 
organized  into  a  group  caUed  the  Personnel  Network.  Administration 
of  existing  rules  consists  of  development  of  minimum  standards  (rules 
which  all  agencies  must  comply  with)  and  interpretation  of  those 
standards  and  policies  for  agency  personnel.  In  addition,  staff  develop 
advisory  guides  on  how  agencies  can  deal  with  particular  issues  such 
as     sexual     harassment     and     employee     political     activity.  Section 

responsibilities    also    include    review    and    approval    of    agency-established 

personnel  policies. 

The  Personnel  Policies  and  Practices  Section  aUo  administers  the 
Sick  Leave  Fund.  This  is  a  program  established  by  the  Legislature  to 
allow  sharing  of  accrued  sick  leave  between  employees  and  to  allow 
pooling  of  sick  leave  for  use  by  sick  leave  fund  members. 
Administration  of  the  fund  primarily  consists  of  tracking  fund  usage, 
maintaining  records  of  the  fund  members  and  staffing  the  Sick  Leave 
Advisory  Council.  The  council  is  appointed  by  the  Governor  and 
consists   of   nine   state   employees    who    have   a   demonstrated    interest   in 
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the    Sick    Leave    Fund.       Individual    state    agencies    are    responsible    for 
review  and  approval  of  employee  usage  of  the  fund. 

Conclusion 

Our  review  of  the  Personnel  Policies  and  Practices  Section  did 
not  note  any  potential  problems  or  areas  which  would  warrant  further 
audit  work. 

Equal  Employment  Opportunity  Section 

The  Equal  Employment  Opportunity  (EEO)  Section  is  responsible 
for  assisting  agencies  in  complying  with  state  and  federal  EEO  laws 
and  regulations.  These  laws  and  regulations  require  agencies  to  avoid 
discriminatory  practices  and  implement  active  affirmative  action  plans. 
The  Department  of  Administration  implements  and  maintains  an  EEO 
program  for  all  state  government  employees.  Applicable  administrative 
rules  provide  for  specific  areas  of  responsibility  as  well  as  describing 
the  minimum  requirements  with  which  state  agencies  must  comply. 
Compliance  with  the  requirements  is  evaluated  by  EEO  Section  staff 
who  review  agencies'  affirmative  action  plans  and  send  agencies 
quarterly  updates  on  the  agencies'  recruitment  and  hiring  patterns. 

Conclusion 

Our  review  of  section  activities  included  examination  of  the 
section's  monitoring  of  EEO  efforts  by  reviewing  affirmative  action 
plans  for  several  agencies  and  comparing  them  against  established 
guidelines  for  completion  of  affirmative  action  plans.  The  review  did 
not  note  any  areas  of  concern  relative  to  EEO  administration; 
therefore,  no  further  audit  work  is  necessary. 

Professional  Development  Center 

The  Professional  Development  Center  (PDC)  is  responsible  for 
creating  a  better  trained  state  workforce.  When  initially  created  in 
1983,  the  PDC  was  solely  funded  from  the  general  fund  and 
concentrated     on     providing    management    classes    for    state    employees. 
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This  was  in  response  to  the  1982  Personnel  and  Labor  Relations  Study 
CommiMion  report  which  recommended  increased  training  for  newly- 
appointed  mid-level  managen.  The  PDC  has  maintained  an  emphasis 
on  management  training,  however,  the  training  program  has  progressed 
from  a  general  fund  operation  to  an  operation  which  relies  primarily 
on  proprietary  funds.  The  PDC  is  now  funded  from  fees  for  state- 
sponsored  training  classes.  The  remaining  general  fund  appropriation 
is  used  to  support  one  FTE  for  the  management  training  program. 

Concurrent  with  reduction  in  general  fund  appropriations  and  a 
need  to  move  beyond  the  emphasis  on  strictly  management  training 
classes,  the  PDC  provides  chuses  on  a  wide  variety  of  topics  and 
enrollees  now  include  both  public  and  private  sector  employees. 
Contracted  instructors  are  utilized  for  those  classes  the  PDC 
instructors  do  not  teach.  Although  the  PDC  provides  training  classes 
on  a  multitude  of  topics,  state  agencies  are  not  required  to  utilize  its 
services,  and  can  and  do  obtain  their  own  training  classes.  A  review 
of  fiscal  year  1985-86  state  agency  expenditures  for  training-related 
categories  appears  to  indicate  the  agencies  are  spending  significantly 
more  for  training  than  the  total  budget  for  the  PDC. 

Audit  Potential 

The  PDC  mjiintaitw  documentation  of  not  only  classes  given  and 
enrollments,  but  detailed  statements  of  revenues  and  expenditures.  In 
addition,  the  training  program  keeps  documentation  of  training 
consultant  contracts  and  evaluations  of  all  classes  sponsored  by  the 
program.  As  a  result  of  our  review  of  the  PDC  activities  and  the 
associated  expenditure  of  training  funds  by  other  state  agencies  we 
believe  a  performance  audit  could  be  done.  A  performance  audit  could 
include  an  examination  of  state  agency  expenditures  on  training  and 
what  procedures  the  agencies  have  in  place  to  assure  adequacy  and 
cost  effectiveness  of  the  training.  This  information  could  then  be 
compared  to  current  PDC  classes  and  evaluation  procedures  to 
determine  the  role  of  the  PDC  not  only  as  a  training  program,  but 
also  as  a  clearinghouse  for  all  agency  training  needs. 
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